JAY M. HAYS** 1 2 We do not distinguish leader and leadership, suggesting that both can be characterised by the same qualities. We acknowledge, however, that "leader" sounds like an individual and may be confused with positional, hierarchical leadership; further, "leader" has traditionally been and continues to be treated in the literature as "the head" or top echelons of an organisation. We claim that leaders and leadership exist and are required at all levels of and throughout the organisation. This will be increasingly recognised as crucial in the evolving and emerging organisations of the new millennium. About 100 of these sources are included as references in this paper, the first in a series of publications based on a larger research project. As we hope is clear from our overview of the 21 Century, momentous changes are underway and more expected that significantly impact on organisations and society, and on those who lead them. Coinciding with these changes in the environment are shifts in the ways leaders and leadership are viewed and, thus, how they are enacted. The 21st Century is a very different place than were any centuries that preceded it. The leadership landscape is entirely new, uncharted territory where everyone is finding their way, somewhat tentatively. The coming decades will be an interesting time for both leaders and those they would lead.
Technology
Technology will increasingly be driven by global competition: the need to do things faster, cheaper, and better will only continue. It continues to change the nature of business and will only accelerate the speed of change and influence of other trends, such as making the world economy more competitive (Van Opstal, 1998); i n c r e a s i n g o u t s o u r c i n g e f f e c t i v e n e s s a n d internationalisation (Centron and Davis, 2008) ; increasing knowledge work and value of knowledge workers ( D a v e n p o r t, 2 0 0 1 ; La w l e r, 2 0 0 1 ) ; e x p a n d i n g telecommuting (Mamaghani, Advancements made elsewhere will be more readily incorporated locally. Ideas -the great generators of progress -will come from harnessing the collective brilliance of a diverse workforce, some of whom may never even physically be in the same space. None of this comes automatically, however, or naturally. Leaders of st the 21 Century are going to have to be consummate creators of community, architects and bridge-builders that bring people together and enable and inspire them to do great things. They will need to be the role models for overcoming the challenges and making the most of diversity.
Globalisation
Globalisation, in large part, is an inevitable consequence of advances in technology. Notably the internet and the access it has provided to citizens the world over to information and the connectivity it permits to people virtually no matter where they are. True, softening of regimes, borders, and trade restrictions are enabling greater traffic of people, products, and ideas. The world's increasing interdependence and interconnectivity will continue to impact business and organisational life, making everything more complex than ever before (Centron and partially as recognition that we are all in this together, harking to notions of "spaceship earth" popularised in the 60s.
Diversity
As technology fuels and enables globalisation, globalisation, in turn, promotes diversity. The future workplace will not be anything like it has ever been in terms of the "mix" of employees (Helgesen, 2006) . With evolving values and lifestyles, longer life spans, improved health, and other factors, the new worker looks, sounds, and acts differently, expects more from his or her employer (indeed from community and society), and is unwilling to accept unfair treatment or unreasonable demands. Diversity in gender, race, and generation, amongst other differences, poses many challenges in addition to the opportunities and strengths that "hybrid vigour" brings to 3 the workplace. Organisations will have to contend with this mix, while attracting diverse employees in a world where competition for talent makes recruitment and retention more difficult than ever (Hankin, 2005) .
With employment possibilities available to people anywhere in the world, employers are going to have to be even more attentive to serving their employees -catering to needs, preferences, quality of life and work-life balance issues, and professional development; and, in general, creating workplace environments that are caring, accepting, humanising, and offer more than just a pay check. Migration, especially, is changing the face of developed countries. It will account for dramatic demographic shifts, changing the face of developed countries forever (Centron and Davis, 2008 ). Generational differences probably unlike ever before will exist in the workplace (Hankin, 2005) . Differences in age and the respective values and attitudes and skills and experience that accompany them will challenge workers and organisations, and intensify potential conflict between generations (Headington, 2001 ). Older and more experienced workers are leaving employment (Tulgan, 2004) , which has implications for management, as does the swelling of youthful workers (Hankin, 2005; Marston, 2007) . It is hard to predict what the trade-offs will be between loss of experience and gain in adaptability.
There also appears to be a significant shift in what employees seek and expect from work, from having the best and newest technologies to maintaining Quality of Life / work-life balance (Boddie, et al., 2007; Mamaghani, 2006; Matathia and Salzman, 1998) and work that provides meaning and serves a higher purpose (Hankin, 2005 ).
Knowledge Workers
The authors are entering a new age, the era of human capital (Lawler, 2001 ). The next social order will be a knowledge society (Davenport, 2001 ). Here knowledge is the key resource, and knowledge workers are the dominant group and its most valuable asset (Teo-Dixon and Monin, 2007). People business is the next management frontier (Kuczmarski and Kuczmarski, 2007) .
A people orientation will define the new leadership (Covey, 2006; Glaser, 2006) . Highly-skilled workers and knowledge professionals will be in greater demand than st ever, and employers in the 21 Century will struggle to hire and retain them (Spreitzer and Cummings, 2001 ).
Knowledge professionals will be demanding. They will make up their own minds as to how much of themselves they will give to their work, according to how they are treated and the opportunities they are accorded (Covey, st 2006 The cliché "people are our greatest asset" will no longer be rhetoric, but the essential reality. People will comprise the crucial resource.
Uncertainty
With the complexity and speed of change only likely to increase, uncertainty will define our lives. The future is more unpredictable than it has ever been and the planning window even narrower because of the multiplicity of things to consider (quantity and kind of variables) and the complicated nature of their interrelationships, and the speed with which opportunities and threats come upon us. This makes traditional planning and preparation difficult, if not impossible (Hinterhuber, 1996) . We can, however, better learn to read emerging trends and consider their implications (Day and Schoemaker, 2008) . The better we can foresee coming challenges and respond to them confidently and creatively, the greater our competitive advantage over those who do not attempt to (Spreitzer and Cummings, 2001 ). While we may not be able to predict and control events with much certainty, we can prepare ourselves to contend with the unknown, what is referred to as the frontier "over the horizon" (Whyte, 2004) . To help employees and future leaders equip themselves for an uncertain future, we need to begin taking them out of their comfort zones, while at the same time helping them develop the coping skills and positive attitudes that will enable them to navigate uncharted terrain (Day and Schoemaker, 2008) . In so doing, individuals become more confident and competent at leading themselves, and less dependent on external, superior authority. This is no easy task.
The Leadership Gap
Drawing on the extensive research into emerging impressions and expectations of leaders and leadership juxtaposed against the backdrop of more mainstream understandings, our view is that the gap between the two is huge. Table 1 , shows a comparative overview of conventional views of leadership and those that appear to be gaining acceptance -The New Leadership.
As the comparisons in Table 1 show, there is a substantial divergence between mainstream and emerging views of leaders and leadership. We speculate that individuals
Leader as creator and patron of meaning. The 21 st Century leader sees it as his or her role to elicit meaning from work and circumstances and help employees and other stakeholders connect with that meaning. This is largely the vision, values, and purpose discussed so broadly. Work is se en as a most likely place for people to find needed meaning, purpose, and even community. At the same time, there is a groundswell belief that people will go above and beyond the call of duty for causes (work) they believe in.
à Leader as executor. The leader's task is to get the job done as efficiently and economically as possible. To manage, coordinate, and control eff ectively (or ensure these functions are carried out diligently). To take direction from superiors or the board of directors and implement accordingly.
Leader as proselyte of complexity. The leader of the new millennium is a student of and preaches complexity. Liberated by the fact that the world is too dynamic and complex for any one person to understand it, reduce its uncertainty, or make it behave, the new generation of leaders wi ll take pleasure in studying complexity and engaging in deep and meaningful dialogue with a wide range of enlightened and / or concerned souls to plumb the depths of emerging problems and opportunities and to consider best, not quickest or most economical solutions. à Leader as KISS apostle. The leader's job is to "keep it simple, stupid." Make communiqués and instructions as simple as possible; target the least common denominator. Employees and other stakeholders will be confused by and distrust complexity and see weakness in indecision.
The leader as servant and steward. Increasingly, leaders are being sought and lauded for their demonstrated values of service, altruism, and stewardship. These are people who care about others, the communities in which they work, and the planet we inhabit. Such dedication is of special importance today given the rate of resource depletion, environmental and ecological destruction, and the urgent requirement to focus on sustainability, not to mention the recurring instances of corporate greed that have spawned greater vigilance and emphasis on social responsibility.
à
The leader as instrument of shareholders. The primary responsibility of the CEO and other executives is to shareholders-to profit and ROI. The corollary is short-term gains (quarterly returns).
Leader as change agent. Consensus is that it is the leader's role and responsibility to create changeable organisations -responsive and adaptiveand to envision and usher in change that keeps the organisation abreast of changes in the environment or, better, anticipates and proactive ly leads the organisation to contend with and capitalise upon emerging trends. This is the leader as "destabiliser." à Leader as stabiliser. It is the leader's role and responsibility to ensure employees and other stakeholders feel secure and confident with strategic policy and direction, to assure everyone that strong leadership is at the helm and capabl e of steering through whatever weather may present it. Consistency, reliabilit y, predictability, composure, and control are the catchwords.
The leader / leadership as a process. Increasingly, leadership is seen as a relationship and a dynamic process, less as a person or activity. Since leadership is not vested in a particular person or position, it is distributive in nature-everyone might have some. Ideally, leadership flows amongst people when, where, and how it is most needed. It is offered and received graciously and with best intentions. While not everyone wants or has the skills to lead, such an environment generates higher levels of commitment and performance than in strictly regimented, hierarchical systems, and creates unsurpassed future leadership capacity.
The leader as agent. The superior in any situation is the leader. It is this person's prerogative, role, and responsibility to use his or her position and associated power and influence to get the job done through "leadership acts." Accountability resides in the position. Accordingly, others are not required to have owner ship, responsibility, or commitment exceeding that strictly prescribed by job description or role statement; nor are they generally rewarded for going above and beyond the call of duty, and, in fact, may be chastised for doing so.
The leader as equal. There is little dispute that The New Leadership is about empowering and enabling others to learn and develop, and, notably, to lead. The new leader does not see him-or herself as "superior" in a superiorsubordinate relationship, but as an equal amongst others, all who have unique and different qualities and can and should lead as circumstances call for.
The leader as superior. By virtue of rank, title, or position, the leader is the authoritythe one who challenges, inquires, advocates, controls. The posit ion of superior has been earned or conferred, and there are few positions at the top. While seldom stated, the inference is that anyone not in top positions is inferior or, at best, subordinate; as such, they do not lead, and, taken to its extreme, nor could they or should they lead.
The leader as a work in process. It is decreasingly thought of as a final or penultimate objective-when you've arrived, you've made it; rather a lifelong, continuous process of learning and development. The leader as "made it." It is a destination, not a journey. Leadership positions are about having attained rank, title, power, and influence, using them effectively; and, in some cases, working hard to retain them.
The leader as human It is increasingly recognised that leaders are human. It would be impossible to list the attributes of what it is that makes us human, but the point is that denying our humanity limits our own potential and distances us from those we would lead and inspire.
à The leader as machine The leader is (should be) and must be perceived to be hard, cool, calm, and collected; objective, calculating, precise. "schooled" in more conventional forms of leadership will increasingly confront a workforce, peers, and other stakeholders who hold views and expectations that depart from conventional wisdom and norms. They may find this cognitively troubling and practically problematic.
While we do not claim that the emerging trends are better-that is, will be more effective in the long run-we do not think the emerging trends will revert. For the present, we are on a certain trajectory toward a more human type of leadership and, perhaps, a more enlightened one. 
Learnership -Leader as Learner and Teacher

st
The leaders of the 21 Century are continuously learning and developing new knowledge, skills, and capacities (Ghani, 2006; Maxwell, 2008) , and are committed to helping others learn and develop, championing individual, team, and corporate learning and development (Ghani, 2006; Maciariello, 2006; Maxwell, 2008) . Learning is an essential part of leadership as noted by Kouzes and Posner (2001) . Blanchard and Miller (2007) assert that great leaders are always concerned with how they and their people will continue to grow and develop (Table 2 ) Bennis (2003) states that the key essential competence for leaders is adaptive capacity, the quality that "allows leaders to respond quickly and intelligently to relentless change" (p. xxii).
Learnership equates the role of the leader as teacherhelping employees and other stakeholders to learn and grow as human beings, public servants, professionals, and leaders (Brown and Posner, 2001 ). Ulrich, et al., (2008) liken leaders who strive to develop others to good parents. Learning leaders foster meaningful dialogue and conversations amongst organisational members (Martin, 2007) and with all stakeholders. They are open to challenge and critique (Ghani, 2006) , and able to learn from mistakes (Spreitzer and Cummings, 2001 (Helgesen, 2006) . They are always vigilant to recognise beliefs, assumptions, and habits that may be impeding performance or learning and change.
To them, unlearning (Akgün, et al., 2003; People development is a high priority and is not supplanted by every crisis or new challenge that arises.
Professional development is high on meeting agendas.
Staff rotate through positions and sections on a reasonable schedule so as to ensure everyone develops corporate knowledge.
Strategic measures are in place for promoting learning and innovation, including rewards and recognition for idea generation and "lauding failures." Performance reviews emphasise professional development, and individuals are placed in positions where they can grow.
Every employee has a professional development plan clearly linked to corporate, team, and individual needs and aspirations.
Executive team places high priority on its own learning and development, and this is widespread knowledge through the organisation.
Budget for professional development is generous and sacrosanct.
Learning remains at the forefront of community focus and organisational activity. 
Indicators
Service -Servant Leadership
Twenty-First Century leaders are servants and stewards first, to the public they represent, their employees, and other designated key stakeholders (Beaubien, 1998; Maciariello, 2006 ). Servant Leaders demonstrate ideals and behaviours of service, including "putting others first." Century build a culture of community (Goldsmith, 2006) , shared purpose, and service (Rao, 2006) , and treat staff and other stakeholders as equals and partners (Stallard and Pankau, 2008) , and with utmost dignity (Fairholm, 1996) . They show concern for individual well-being and the health of the organisation (Beaubien, 1998) 
Transformational Potency
The leaders who present transformational potency are forward-thinkers who remain focussed on the long-term. 
RESEARCH PAPERS Indicators
The organisation monitors its service charter and sets and strives to meet increasingly high levels of service.
Decisions and courses of action periodically reviewed against standing principles are shown to "measure up" well. Where exigencies arise not covered by regulations and policies, decisions are made with respect to "the greater good," not based on ease or popular opinion (Spreitzer and Cummings, 2001 ).
Senior managers and executives are rated on review, and are shown to have consistently high ratings. (Those who can't or won't are let go.)
"service" at every Employees rate their units and the organisation highly on commun teamwork, and other measures of corporate health.
ity,
Service is stressed in all communiqu performance discussions.
és and in all meetings, including Every employee is fulfilling his or her potential and developing leader and good corporate citizen.
as Table 3 . Service -Servant Leadership people can be successful. They also suggest that effective leaders should be strategists who "envision a future state that creates or responds to opportunities" Table 4 ).
The leaders with transformational potential are inspired and inspirational. They spread energy, excitement, hope and belief; they animate people to act (Rao, 2006; Weick, 2001 ). This is very much about meaning-making, helping people make sense of their world and to find meaning
and value in what they do, their contributions to the organisation and to something bigger than they and even the organisation are (see Raelin, 2006) . They keep focused on the highest possible future for staff (Scharmer, Enlightened transformational leaders, however, aren't blindly focused on the future and change. They also understand and honour the past and the present, and appreciate what must be taken forward (Bell, 2007) .
The leaders with transformational potential understand strategic and operational aspects of change, and ensure change is undertaken positively -in ways that achieve corporate outcomes, build capacity, and promote employee welfare. This is not about change for change sake, but about making work a more productive and fulfilling task and making the organisation a more sustainable and worthy enterprise. They enlist, enthuse, and engage people in change agendas; and everyone feels a valued part of the change (Martin, 2007 ).
Scharmer (2008) says of such leaders that they connect to the deepest forces for change by opening the heart. One must feel the potential to be gained through change.
I n s e r v i c e o f c o n t i n u o u s i m p r o v e m e n t a n d transformational change, the leaders of the 21st Century are willing and able to transform themselves, and create an open and nourishing environment wherein staff and other stakeholders can transform themselves and their work. They build corporate capacity for innovation and change; create "space" for new and different ideas (Martin, 2007) and invite people into that space to learn and to share (Scharmer, 2008) . Such leaders seek diverse experiences (Martin, 2007) and create cultures where diversity of thought and practice are promoted.
Emotional Intelligence and Authenticity
Twenty-First Century leaders know themselves as well as they know their people (Fisher, 2004) ; they represent themselves as they really are and encourage others to "be themselves" (Scharmer, 2008) . They understand their own emotions and accept the emotionality of their staff in Leaders at all levels are charged with responsibility for leadin effectively, rated, and accorded appropriate training and development.
g change All members of the executive team assess themselves on transformational qualities and undertake professional development and coaching, as needed.
Managing organisational change is seen as a crucial capacity and expertise is continually developed through training and developmental experience.
There is a framework for conceiving organisational change and developing change competence throughout the organisation.
The organisation has and follows a robust roadmap for organisati transformation that includes evaluation and incorporates lessons learnt. Foremost, they are self-reflective and encourage others to practice reflection. They are self-aware; authenticity begins with self-discovery (Bailey, 2006) . Being deeply self-aware, enlightened 21st Century leaders connect to their deepest sources of self and will (Scharmer, 2008; Ulrich, et al., 2008) . We would expect this to be experienced as extremely empowering (Table 5) . (2000) asserts that capable leaders in times of turbulence and uncertainty possess and rely on complex conceptual skills
Indicators
Members of the executive team have composure. Any executive displaying "temperatures" above a healthy level must show how he or she is endeavouring to bring heat to acceptable levels.
"thermometers" showing their Employees undergo various assessments and training and may have mentors or coaches assigned to help them understand and value who they are as people; to help them close the gap between how they see themselves and how others see them, and to help them continue to develop as individuals (authentic selves).
All team leaders and above are assessed semi Intelligence, the results of which are discussed in performance management sessions and development plans agreed and put into effect.
-annually on Emotional Rewards and Recognition for individuality and authenticity are deployed.
Reflection is are asked to reflect as part of the appraisal process. Teams undertake shared reflection when conducting progress checks and project debriefs. Coaches and mentors use reflective processes and tools in working with individuals and teams.
"part of the way we do things around here." Employees Realistic and meaningful measures are taken to monitor corporate health, with results publicly displayed and all employees involved in activities to sustain or improve health.
December 09 -February 2010 RESEARCH PAPERS (Gardner, 2007) . They also have the presence of mind to make quality decisions in the midst of complexity, differences, and tensions (Thomas, 2006) and are able to reframe hopelessness as hope (Johansen, 2009 planning and forecasting; they must be nimble, agile, and learn through and while doing (Spreitzer and Cummings, 2001) , which is different from traditional leadership that has always put more emphasis on thinking things through before acting (Johansen, 2009, p.115 ).
Leader as Wise, Virtuous, and Ethical
Twenty-First Century leaders see wisdom as the only salvation for the future. They seek to deepen their own wisdom and develop deep pools of wisdom throughout the organisation (Hays, 2010) . It is not about being clever, successful, or impressive, but doing the right thing for the greater good (Hays, 2007) . They know their values and motives (Blanchard and Miller, 2007) , and conduct all affairs in accordance with a moral code and set of upstanding values and principles (Fairholm, 1996) . They place virtue and values at the centre of decisions and behaviour (Heifetz, 2006) . They show courage in doing the right things (Bailey, 2006) , even when hard and unpopular, or what might be called hard love. They can be "uncompromising" and "outspoken" when it comes to matters of principles and values (Fairholm, 1996) . Abshire Employees at all levels are involved in / engaged with cross and inter-organisational groups and initiatives.
-functional
Time is set aside to allow people to think. Extra time is built and deadlines to enable people to best understand challenges and opportunities and to do the job right.
into tasks Spaces exist and forums are provided to allow people to work and play together.
All senior managers and executives undertake courses with a "complexity college" to develop systems thinking and big picture skills What may seem extraordinary and unnecessary measures are taken to engage staff and other stakeholders in collaborative problem-solving, decision-making, and planning, building more capable people and ensuring better solutions.
Executives require of all proposals that they incorporate a comp systems view to reduce the tendency to over-simplify and to increase the likelihood of identifying solutions that will work. lex Senior managers and executives prepare themselves for uncertain futures through scenario and contingency planning. Learnings are built into planning processes and training and development priorities. 4 The White Knight is the expert who single-handedly solves problems. Like the knights of old, this manager or consultant rides in to save the day. While they remain st attractive, White Knights are anachronistic in the 21 Century. They are as misguided as they are honourable. White Knights thrive on crises and the respect and admiration they accrue as heroes. While beyond scope, here to elaborate, this creates a vicious cycle involving crisis, expert solution, and disenfranchisement. This is why the wise leader "impales" White Knights. The lesson is not that courage is unwarranted or that chivalry is dead, but that single acts of expertise are unsustainable. The courage, knowledge, and skill of the knight need to be transferred to team members and other stakeholders, boosting their individual capabilities and the overall capacity of the organisation to solve problems or implement needed change. 
Leader as Integrator
Twenty-First Century leaders are inclusive and involving Qualities and values are manifest in corporate statements of vis purpose, ideals, and objectives.
ion,
The executive team is willing and able to assess themselves agai corporate values, principles, and priorities, and confident that they are doing well and / or genuinely improving. nst Principles and values are manifest in role descriptions and performance agreements, and in performance appraisals and rewards and recognition.
Principles and values are stressed in all communiqu meetings.
és, including
There is an annual wisdom award for individuals and teams, and a culture of commitment to award (and win) the honour.
There is a widespread feeling of moving forward together. No one feels isolated or "left behind."
There is a palpable sense of team. There are high levels of collaboration and all manner of working interdependently.
There is a high level of respect for the organisation and what it does and of trust for the organisation's leadership.
Everyone knows where they fit. Any employee can explain what he or she does, why, and how it fits into the bigger picture.
Employees or outside observers do not speak of rhetoric or spin in corporate communications, but of reality … truth, good intention, transparency.
Executive communiqués are forthright and as personal as possible. There is high congruity between informal communications and the glossy public affairs ones. 
Social Engineer and Relationship-Builder
Leadership is relationship, Kouzes and Posner (2001) write.
Elsewhere they have pointed out that success in leading is wholly dependent on the ability to build and sustain The leader of the future will be less controlling, since there will be fewer things they can control. They will also be more engaged with others, since connectivity will be required to make the future. All staff are encouraged to "branch out," enter into dialogue with staff in other units / locations and with people in other organisations to exchange ideas and cultivate opportunities for collaboration. 10 -15% of individual work time is set aside for this and an account established to fund visits and other expenses.
"Competitors" are re-evaluated as "collaborators" and partners.
Awards and recognition are slanted towards team achievements and other successful collaborative efforts.
Managers are rewarded and promoted based not on individual achievements but on their outreach initiatives and success in pr omoting partnering and collaborative efforts amongst their teams.
All managers receive training in leading collaborative projects.
The executive team periodically examines and "redraws" its business boundaries, geographic, political, and operational.
Awards and recognition are provided to individuals and teams who "break the box"-who come up with ways of working more collaboratively and exploiting networks, partnerships, and other relationships. They build ownership and adaptability amongst people.
The idea of one right leader must be done away with (Heifetz, 2006) : everybody must develop leadership potential.
Terrain and Trajectory
We do not claim that our leadership representation is the best or the last. There is some greying of the lines between and across our eight dimensions. It was hard for us to always find a precise and distinct fit for the many and varied depictions we have found in the literature.
U n e q u i v o c a l p r e c i s i o n a n d d i s t i n c t i v e n e s s
notwithstanding, we are confident that most of the attributes described by authors on emerging forms of leadership have been included in our eight sets. The eight dimensions are distinctive and encompassing enough to provide researchers and practitioners alike a useful way of thinking about leaders and leadership. On the whole, we present leadership that is quite different than that ever previously conceived. We cannot yet know whether or not Renaissance Leadership will solve global problems substantially better than leadership of the past or lead to an era of enlightenment such as we have never seen. We can with certainty, however, predict that if leadership continues on its current trajectory that the world as we know it will change dramatically.
Leadership Development
Context
In an effort to discover best practice in leadership development, the authors sourced over 100 articles and 
Management Education / Higher Education
One need not look far to find criticisms with higher education, in general, and management education, in particular. Criticisms generally centre on the lack of education's relevance and often point to particular deficiencies such as ethics and moral development, reasoning and critical thinking (Huber, 2003) . While debate on the value of higher education, per se, is beyond the scope of this paper, the authors happen to believe that a little education goes a long way -and the more the better. This notwithstanding, more often than not, relevance critics generally decry the preparedness of graduates to enter the professional workforce smoothly, quickly catch their stride, and begin productive work-work that is increasingly team-based and requiring high levels of inter-personal skill (Morrison, et al., 2003) .
Universities must "lift their game."
In the review of several dozens of scholarly articles on higher and management education that we thought might be of relevance to this paper, the authors conclude that, on the whole, management education fails to contribute much to developing leaders of the future who possess the attributes needed by the 21st Century. Worse, in some cases, management education is counterproductive in this regard, as exemplified by:
· Perpetuating independent study and competition over collaboration and teamwork.
· Promoting passivity and dependence, as opposed to the fostering of autonomy and initiative.
· Subtly or not-so-subtly discouraging students from challenging ideas and authority or taking risks, while encouraging them to follow instructions and rules. 
The Leadership Development Gap
Industry and higher education are doing a fair job of 
Leadership Development Reform for the 21st Century
Having explored leadership in the context of the 21st Renaissance Leadership capacities such as authenticity, 
Development Strategies
In reflecting on the leadership development strategies 
Leadership Development Strategies Renaissance Leadership
The organisation has and runs a "complexity college," a centre of excellence or institute offering advanced training in the science and practice of complexity and systems thinking. Universities offer courses and majors in uncertainty, emergence, chaos, and complexity leading to certificate or degree. All proposals and business cases require a systems perspective, including discussion of shortversus long-term costs and benefits, not just in terms of the business but i ncluding the community or larger environment as well. All students have to take at least one course on sustainability or ecology and environment. All courses have at least one unit (topic, chapter, etc.) on sustainability or ecology and environment. In selection, organisations weigh formal coursework in complexit y topics as "highly desirable." Capacity for Complexity and Strategic Thought.
Leader as proselyte of complexity.
Every organisation should have a change curriculum, whether or not there is an on -going change program (implementation). Larger organisations might have a "change college" and might even host individuals and teams from other businesses. Ind ividuals might pass through several ranks, earning certificates or credentials, each with as sociated responsibilities in change management. Everyone needs to learn how to develop visions and facilitate vision development. Every individual should have a personal vision at least partially related to his or her team or organisation's vision, purpose, and objectives. Universities need to offer programs in change management and tra nsformational leadership, awarding certificates and degrees / credentials, as appropriate. A basic course in change / change management must be a part of every degree program. All students should have one or more courses or major projects i nvolving change or implementation of some initiative, and that offers some leadersh ip experience. Coursework offerings should include at least one course where st udents have to undergo some personal transformation, and where they learn the stages of change people go through. Such courses must include a reflective component, and may need to be facilitated by professionals with advanced skills. This model can and shoul d be adopted by industry as well.
Transformational Potency. Leader as change agent.
allows for personal preference and program requirements, while not diluting the overall curriculum.
Everyone involved -learner, manager, administrator, and facilitator -would be using the same language and working toward the same overall outcome: well-rounded leaders with requisite skills, knowledge, and attitudes for the new millennium.
Conclusion
The Future is Here
Imagine just for a moment a world characterised by the Despite considerable and compelling agreement that a new leadership is both possible and desirable, we have some distance to travel before we attain it.
Summary of Important Points
A number of issues in this paper of relevance to industry and community leaders, practitioners involved in leadership development, and management educators and researchers have been raised in this paper. These include:
· Leading through times changing more quickly than we can observe and interpret them is one of the great leadership challenges of the new millennium. This has significant implications for leading and the development of leadership, and for conceptions of organisation.
Current leaders must learn to be sensing at the farthest reaches of the known and exploit our collective to be visionaries -the best leaders have always been sothey need to take visioning to new levels to conceive of the inconceivable. Never has the need to be creative and innovative been so important.
· Not only must our leaders be able to anticipate possibilities and discern emerging trends, but they will need to identify those of most concern or opportunity.
Moreover, they will need to be consummate Century organisations is developing leaders at all levels with a high tolerance for ambiguity. Comfort zones must become a thing of the past, and 'discomfort zones' will become the new preoccupation.
· Finally, eight dimensions of The New Leadership were developed. These are summarised here for reference.
Since emerging views of leaders and leadership are so different than those conventionally held, and the voices propounding these views so many and convincing, the authors believe that we are experiencing a renaissance in leadership-a transformation in the way we think about leaders and practice leadership. Individuals who possess st and are developing the capabilities portrayed as 21
Century competence sets are Renaissance Leaders.
Those who practice Renaissance Leadership are t r a n s f o r m i n g t h e i r t e a m s, o r g a n i s a t i o n s, a n d communities.
Caveats and Considerations
To develop the eight sets of leadership attributes presented in this paper we have drawn on hundreds of research papers and over seventy books. development strategies were enumerated for each competency set in Table 2 .
We believe that most organisations are capable of In finalising this paper, the authors have concluded that there is a dearth of substantive studies or articles showcasing best practice in leadership development.
Many published sources lack detail, theoretical underpinnings, or empirical data to substantiate them.
Perhaps not surprisingly, papers on academic programs tend to be more-defensibly written, but paradoxically may be perceived as having less to offer the corporate practitioner. In any event, more studies and articles that provide solid contextual background and thorough detail on design, delivery, and evaluation of leadership development programs are needed. The authors challenge academics and practitioners alike to publish results on programs that are attempting to genuinely deal with the dynamic complexity that characterises the world in which we live.
